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ABSTRACT 
The present meta-analysis examined whether type of sector, career stage (in terms of 
organizational tenure and age), and gender moderated the relationship between job 
insecurity and its consequences. Job satisfaction, organizational commitment, 
turnover intentions, psychological health, and physical health were chosen as the 
criterion variables of job-related and health-related consequences of job insecurity, 
respectively. A total of 105 studies, providing 128 independent samples, were 
included in the analysis. Results indicated that: (1) the negative association between 
job insecurity and organizational commitment was more profound among employees 
in the private sectors than those in the public sectors; (2) the positive association 
between job insecurity and turnover intention was stronger among employees with 
shorter tenure than those with longer tenure; (3) the negative effects of job insecurity 
on psychological health and physical health were more severe among older than 
younger employees; (4) the relationship between job insecurity and the criterion 
variables was the same across gender. Results are discussed with reference to 
Hulin's (1991) job adaptation theory, Rousseau's (1989; 1995) psychological 
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CHAPTER 1. INTRODUCTION 
Job insecurity has received considerable amount of research attention in recent 
years (see Sverke, Hellgren & Naswall, 2002). Organizations worldwide have been 
using various practices, such as acquisitions, mergers and downsizing, to reduce 
expenditure and raise their effectiveness (Burke & Nelson, 1998). The Society for 
Human Resource Management (2001) reported that 43% of the organizations 
surveyed had carried out layoffs, with reductions in 10% and 13% of their locations' 
workforces in 2000 and 2001 respectively. Long-term employment has become rare. 
More and more job opportunities are temporary, contract- or project-based (Heery & 
Salmon, 2000; Sparks, Faragher & Cooper, 2001). All these changes have led to a 
heightened sense of job insecurity among the workforce worldwide (Hartley, 
Jacobson, Klandermans & van Vuuren, 1991). 
The purpose of the present meta-analytic study was to examine whether type of 
sector, career stage, and gender moderate the relationship between job insecurity and 
its consequences. These variables were chosen because there are conflicting views 
on whether and how these variables may moderate the effects of job insecurity on a 
number of job-related and health-related outcomes. In particular, the current study 
included job satisfaction, organizational commitment, turnover intention as the 
job-related criterion variables, and psychological health and physical health as the 
health-related criterion variables. These five variables were the most frequently 
examined consequences in the research of job insecurity (see Sverke et al.，2002). 
Review of Job Insecurity 
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Job insecurity is viewed as a psychological construct depicting a "subjectively 
perceived threat of involuntary job loss" (Sverke, et al.’ 2002, p. 256). Greenhalgh 
and Rosenblatt (1984) defined job insecurity as "perceived powerlessness to 
maintain desired continuity in a threatened job situation" (p. 438). Davy, Kinicki & 
Scheck (1997) defined the construct as an individual's "expectations about 
continuity in a job situation" (p. 323). Job insecurity is often assessed in terms of 
respondents' perceived probability of job loss (e.g., Mohr, 2000). 
Job insecurity, or perceived threat of job loss, is a kind of stressor (Ashford, 
Lee & Bobko，1989; Probst, 2002; Roskies, Louis-Guerin & Foumier，1993). Work 
stress not only results in negative psychological and physical health outcomes 
(Crandall & Perrewe, 1995; Quick & Tetrick, 2003)，but also negative affective 
reactions including negative work attitudes and affect-driven behaviors. According 
to the job adaptation theory (Hulin, 1991), employees will attempt to alleviate job 
dissatisfaction through various job adaptation responses. These responses may 
include negative work attitudes and behaviors, which are in the form of work 
withdrawal, lower levels of job satisfaction and organizational commitment, and 
higher levels of turnover intention (Davy, et al., 1997). 
Another perspective that can account for the effects of job insecurity is the 
psychological contract theory (Rousseau, 1989; 1995). "Psychological contract is 
the employee's perception of the mutual obligations existing with their employer" 
(Rousseau, 1990, p. 391). Psychological contract entails employees' belief about 
what their employers are obliged to provide them, as well as what they owe to their 
employers (Coyle- Shapiro & Kessler, 2002). Based on the psychological contract 
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about job security, employees have an expectation about job security from their 
employers (Robinson & Rousseau，1994; Rousseau, 1989; Shore & Tetrick，1994). 
A perceived threat to job security signifies a possible violation of psychological 
contract (Davy, et al., 1997)，such that employees under the threat will react by 
distancing him/herself from the organization, i.e., work withdrawal (Parks & Kidder, 
1994; Shore & Tetrick，1994). 
Greenhalgh and Rosenblatt (1984) identified a number of factors that may 
moderate the relationship between job insecurity and its consequences. Specifically, 
they suggested that social support, job dependence and individual differences like 
work orientation may moderate the effects of job insecurity. Job insecurity may be 
particularly stressful to those who lack social support, and/or tend to rank work high 
in their lives. Job dependence is a function of occupational mobility (i.e., the 
perceived likelihood of finding a similar job in another organization), which is 
manifested by one's demographic characteristics (see also Kuhnert & Vance, 1992). 
Greenhalgh and Rosenblatt argued that employees who are highly dependent on 
their current jobs may suffer from job insecurity more. 
Consistent with these theoretical perspectives, results from the Sverke et al. 
(2002) meta-analysis confirmed that job insecurity was negatively related to job 
satisfaction, organizational commitment, trust, job involvement, psychological 
health and physical health, and was positively related to turnover intention. The 
relationship was stronger when job insecurity was captured by multiple-item than by 
single-item measures. Furthermore, the effects of job insecurity were more 
detrimental among manual employees (blue-collar workers) than among non-manual 
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employees (white-collar workers, professionals, and managers). Sverke et al. argued 
that manual employees react more strongly to job insecurity because these 
employees generally have lower levels of education and skills, and are more 
dependent on their current jobs. 
Sverke et al.'s (2002) findings reveal two interesting moderators of the 
relationship between job insecurity and its consequences, i.e., the type of measure of 
insecurity and occupational status of respondents. A systematic examination of the 
job insecurity literature suggests that three other variables may also serve as 
moderators of the job insecurity effects. They are, namely, type of sector, career 
stage of employees, and gender of employees. However, as elaborated below, there 
are conflicting views on the direction of these moderating effects. 
Type of Sector as a Moderator 
According to one line of research, the negative effects of job insecurity should 
be more severe among employees in public sectors than those in private sectors. 
Traditionally, public sectors are regarded as one of the most job-protected 
environments. Employees in these sectors are typically assured job security and 
guaranteed job advancement by seniority. Compare to those in private sectors, 
employees in public sectors expect more job security (Boyne, Jenkins & Poole, 
1999). Because public sectors have attracted employees who value stability and who 
may be relatively risk averse, a higher level of dissatisfaction may be found among 
public sector employees than private sector employees when their sectors undergo 
downsizing (Morgan, Allington & Heery, 2000). 
On the contrary, some literature suggests that employees in private sectors are 
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more vulnerable to the effects of job insecurity than employees in public sectors. 
Private sectors are generally market-oriented organizations (see Brown, 1996). In 
these sectors, employees' job involvement and the psychological contract with the 
organizations are economic-oriented (Wiener & Vardi, 1980). These employees 
perceive the contingency between performance and reward clearly (Ouchi, 1980). 
Job security, besides salary, is an occupational reward (van Vegchel, de Jonge, 
Bakker, & Schaufeli，2002). The contingency of job security on an individual 
employee's performance is more salient in private sectors than in public sectors 
(Mauno & Kinnunen, 2002). Hence, if employees in private sectors work hard but 
still perceive threat of job loss, they will be more likely to withdraw from their jobs 
than those in public sectors. In addition, as suggested by the Effort-Reward 
Imbalance Model (see Siegrist, 1996; Siegrist, Siegrist & Weber, 1986)，a 
discrepancy between effort and reward is stressful to employees and is thus 
detrimental to well-being (van Vegchel et al., 2002). In view of this, under the threat 
of job loss, employees in private sectors may be more likely to suffer from health 
problems. 
Career Stage as a Moderator 
The career stage of employees may be another moderator of the relationship 
between job insecurity and its consequences. Career stage is generally 
operationalized by measures such as age (e.g., Gould, 1979; Rush, Peacock, & 
Milkovich, 1980) or organizational tenure (e.g., Gould & Hawkins, 1978; Mount, 
1984). A close scrutiny of the literature reveals that the moderating effect of career 
stage on the relationship between job insecurity and its job-related consequences 
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may better be elucidated when career stage is operationalized by organizational 
tenure, and that on the association between job insecurity and its health-related 
consequences may better be illuminated when career stage is operationalized by age. 
Although age and organizational tenure are considered as the indicators of 
career stage, it is important to distinguish them for three reasons. Firstly, age does 
not necessarily correspond perfectly to organizational tenure because an older 
employee may move to another organization such that he or she has a shorter tenure 
(Cohen, 1991). Secondly, in the organizational literature, age is typically employed 
by career development models (e.g., Levinson, Darrow, Klein, LeVinson & McKee, 
1978; Super, 1957) while organizational tenure is employed by organizational 
commitment development models (Mowday, Porter & Steers, 1982; Reichers, 1986) 
as indicators of career stage, respectively. Thirdly, research shows that age and 
organizational tenure seem to capture different processes that affect different 
outcomes. For instance, Cohen (1991) found that age moderated the relationship of 
organizational commitment with turnover and turnover intention, while 
organizational tenure moderated the relationship of organizational commitment with 
performance and absenteeism. 
Organizational tenure. One view on the moderating effect of organizational 
tenure on the impacts of job insecurity is that employees with longer organizational 
tenure will react more strongly to job insecurity. Employees with longer tenure are 
typically more committed to their organizations, and identify more with and invest 
more in their jobs，than those with shorter tenure. Organizational tenure has been 
found to be positively associated with organizational commitment (Mathieu & Zajac， 
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1990)，which is positively associated with job involvement (Brown, 1996). Allen, 
Freeman, Russell, Reizenstein and Rentz (2001) revealed that the negative 
association between job-security satisfaction and turnover intention was stronger for 
employees highly involved in their jobs than those less involved. In fact, Greenhalgh 
and Rosenblatt (1984) suggested that employees who highly value their jobs will 
react strongly to job insecurity. Taken together, it seems that the perception of threat 
of job loss is particularly dissatisfying to those who have longer tenure and are thus 
more committed to their organizations and involved in their jobs, than those with 
shorter tenure. 
On the other hand, another line of research suggests that when perceiving job 
insecurity, employees with longer tenure are less likely to withdraw from their jobs 
than those with shorter tenure. Work withdrawal behavior increases the likelihood of 
being fired (Probst, 2000). Employees with longer tenure are typically more 
committed to and have a stronger intention to stay in their organizations (Cohen, 
1991; Mathieu & Zajac, 1990). In this light, employees with longer tenure, who 
have a higher tendency to stay in the organizations, should be less likely to engage 
in work withdrawal behavior. 
Age. Some literature suggests that job insecurity is less detrimental to the health 
of older employees than to their younger counterparts. Kuhnert and Vance (1992) 
reported that under the threat of job loss, older employees reported better well-being 
than younger employees did. These authors attributed this finding to the attitudes of 
older employees. As suggested by De Witte (1999), older employees may simply 
consider job loss as an earlier retirement and thus suffer less from job insecurity than 
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younger employees. 
The opposing perspective on the moderating effect of age on the impact of job 
insecurity is that when experiencing threat of job loss, older employees are more 
distressed than younger employees. Older employees generally enter the labor force 
with an expectation of lifetime security with one employer (McCarthy & Hall，2000) 
whereas younger employees grow up in a "predominantly job-insecure era" (Holm 
& Hovland，1999, p. 156). Furthermore, compared with their younger counterparts, 
older employees have less perceived occupational mobility or employment security 
(Kuhnert & Vance, 1992). That is, they are more dependent on their current jobs and 
will react strongly to job insecurity (Greenhalgh & Rosenblatt, 1984). In fact, Vance 
and Kuhnert (1988) found that under the threat of job loss, employees with lower 
levels of employment security (an indicator of occupational mobility) reported 
worse well-being than those with higher levels of employment security. Taken 
together, the negative health consequences of job insecurity may be more severe for 
older employees than for younger employees. 
Gender as a Moderator 
Gender has also been suggested to be a moderator of the association between 
job insecurity and its consequences. One perspective is that the negative effects of 
job insecurity are less profound for female employees than for male employees. De 
Witte (1999) reported that job insecurity was related to the well-being among men 
but not among women. De Witte attributed the findings to the differences in the 
ways men and women react to economic adversity. Traditionally, it is believed that 
women consider family to be their primary responsibility while financial matters 
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only a secondary responsibility (Conger, Lorenz, Edler, Simons & Xiaojia, 1993). 
On the contrary, men regard themselves as the "breadwinner" of their families (e.g., 
Bernard, 1981). Another possible reason for gender differences in the effects of job 
insecurity is that in general, women enjoy more social support than men 
(Mallinckrodt & Fretz, 1988) and are thus more resilient to the stress of job 
insecurity. 
The opposing view on the gender difference in the effects of job insecurity is 
that female employees are more vulnerable to the negative impact of job insecurity 
than male employees. Rosenblatt, Talmud and Ruvio (1999) reported that the 
negative effects of job insecurity on female employees' work attitudes were stronger 
than those on their male counterparts. These authors argued that men typically had a 
higher occupational mobility than women, and thus a threat of job loss should be 
less distressing to men. In view of these conflicting views and findings, it is worthy 
to examine whether gender moderates the association between job insecurity and its 
consequences. 
The Present Study 
We extended Sverke et al.'s (2002) meta- analysis of job insecurity with a few 
modifications. First, we tested the moderating effects of type of sector, career stage 
and gender on the effects of job insecurity, which Sverke et al. did not examine. We 
believe that studying these three moderating effects is important because of the 
conflicting views on them. 
Furthermore, Sverke et al. (2002) did not include unpublished studies to guard 
against publication bias. While we included unpublished studies, we excluded 
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studies in which job insecurity was measured by multiplicative composites (e.g., 
Ameen, Jackson, Pasewark & Strawser, 1995; Orpen, 1993). Evans (1991) noted 
that it is inappropriate to include multiplicative composite in bivariate correlational 
analysis. Specifically, analysis addressing the simple bivariate relationship between 
the multiplicative composite and criterion variables is subject to scaling effect and 
may thus give rise to spurious results. Meta-analyzing such correlations, as Sverke et 
al. did, may also lead to problematic conclusion. 
In the present study, we primarily used weighted least square (WLS) regression 
(Hedges & Olkin，1985) to test the moderating effects. There are two advantages of 
WLS regression over Hunter and Schmidt's (1990) subgroup analysis in the 
identification of moderators (Steel & Kammeyer-Mueller, 2002). First, WLS 
regression can test a number of moderators with the consideration of 
multicollinearity at one time. Second, this approach can consider continuous 
moderators without having to divide them into subgroups. We referred to the results 
of Hunter and Schmidt's subgroup analysis simply as a reference to the results of 
WLS regression. 
To recapitulate, the main purpose of the present study was to address some 
unresolved issues in the literature of job insecurity. In particular, we examined 
whether type of sector, career stage and gender moderated the relationship between 
job insecurity and its consequences. We considered three job-related variables (job 
satisfaction, organizational commitment and turnover intention) and two 
health-related variables (psychological health and physical health) as the criterion 
variables of the consequences of job insecurity. 
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CHAPTER 2. METHOD 
Literature Search, Inclusion Criteria and Coding Procedure 
The search for published studies involved both computer and manual methods. 
The keywords for our search were job security and job insecurity, and the time frame 
was 1980 to 2002. The computer-based search was conducted on PsycINFO, 
ABI/INFORM, Social Science Citation Index and Medline. The issue-by-issue 
manual search was conducted on 12 academic journals, namely, Academy of 
Management Journal, Anxiety, Stress and Coping: An International Journal, 
European Journal of Work and Organizational Psychology, Human Relations, 
Journal of Applied Psychology, Journal of Managerial Psychology, Journal of 
Occupational and Organizational Psychology, Journal of Occupational Health 
Psychology, Journal of Organizational Behavior, Journal of Vocational Behavior, 
Psychological Bulletin, and Work and Stress. The reference lists of previous review 
papers on job insecurity (e.g., Sverke & Hellgren, 2002; Sverke et al., 2002) were 
also inspected. 
In addition to published papers, we included dissertations and unpublished 
studies to minimize publication bias. We considered dissertations shown in 
Dissertation Abstracts for the current meta-analysis. We also contacted prominent 
scholars in the area of job insecurity and asked them for their unpublished studies of 
job insecurity, if any. Eight scholars responded to our request \ 
1 We thank Marjorie Armstrong-Stassen, Julian Barling, Ronald Burke, Leon 
Grunberg, Ulla Kinnunen, Saija Mauno, John Kammeyer-Mueller and Tahira M. 
Probst for their replies. 
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To be included in the current meta-analysis of job insecurity, studies must 
measure the subjective experience of job insecurity (e.g., perceived likelihood of job 
loss). Moreover, they must report zero-order correlation (i.e., Pearson's correlation 
and point-biserial correlation) or other statistics that can be transformed into 
correlation coefficient (e.g., t-value; see Hunter & Schmidt, 1990) between 
individual employees' job insecurity and any criterion variables of interest (i.e., job 
satisfaction, organizational commitment, turnover intention, psychological health 
and/or physical health Articles that were not written in English or used 
multiplicative composite to measure job insecurity were excluded. For longitudinal 
studies, only the first-wave data were considered. In total, 105 studies were included 
in the current analysis (97 published studies, 6 dissertations and 2 unpublished 
studies), providing 128 independent samples (marked with an asterisk in the 
Reference section) with responses from 92,851 individuals. The number of 
independent samples included in our study was 40 more than that included in Sverke 
et al. (2002). 
Two raters, who were psychology graduate students, coded the 128 independent 
samples included in the analysis. Specifically, for each independent sample, raters 
coded its sample size, the reliabilities of job insecurity and each criterion variable, 
and the uncorrected effect sizes that indicate the relationship between job insecurity 
2 Indicators like anxiety and psychological distress were considered as the 
indicators of psychological health such that absence of anxiety and psychological 
distress implied good psychological health. 
3 Physical symptoms like headache and back pain were considered as indicators of 
physical health such that absence of physical symptoms implied good physical 
health. 
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and the criterion variables. Raters also recorded the potential moderators, i.e., type 
of sector each sample belonged to, gender composition of the sample, mean age of 
the sample and mean organizational tenure of each sample. Over 90% of the initial 
coding decisions were consistent. Any inconsistencies were resolved by discussion 
among the raters and the authors. 
Effect sizes like t-value were then transformed into Pearson's correlation 
coefficients. For samples not reporting the reliability of a certain variable, the 
sample size-weighted mean reliability of that variable across the samples was used 
as substitute. And for samples reporting effect sizes between job insecurity and 
multiple measures of a criterion variable (e.g., correlations between job insecurity 
and anxiety as well as distress), we computed a single estimate when standard 
deviations of these variables and the intercorrelations among these variables were 
available (Hunter & Schmidt, 1990). A simple average was instead computed when 
such information was not offered. 
Type of sector was a categorical variable and was classified into public or 
private sector. It was given a dummy coding, with “1” and “0” indicating public and 
private sectors, respectively. Gender composition, mean age and mean 
organizational tenure were coded as continuous variables. Only a few studies 
examined male or female employees exclusively. To maintain a large degree of 
freedom of our analysis, gender composition was instead used such that more 
samples could be considered. Note that gender composition of samples has often 
been used as a potential moderator in meta-analysis (see e.g., Gershoff, 2002; 
Gray-Little & Hafdahl，2000; Griffeth, Horn & Gaertner, 2000). We defined gender 
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composition as the percentage of males in the sample. 
Meta-Analytic Procedures 
Hunter and Schmidt's (1990) meta-analytic method was employed to obtain the 
"true" correlations (corrected effect sizes) between job insecurity and its 
consequences. Each sample size-weighted mean correlation was corrected for 
measurement error by taking the reliabilities of job insecurity and the criterion 
variables into account. 95% confidence interval was constructed for the relationship 
between job insecurity and each criterion variable to test if each relationship is 
nonzero. The 75% rule and the credibility interval of each relationship were used to 
examine the presence of moderators. 
For the identification of moderators, we primarily referred to the results of 
weighted least square (WLS) regression (Hedges & Olkin, 1985; see also Steel & 
Kammeyer-Mueller, 2002; Viswesvaran & Sanchez, 1998). The corrected effect 
sizes were regressed on the potential moderators, i.e., type of sector, career stage and 
gender composition (e.g., Gully, Incalcaterra, Joshi, & Beaubien，2002; Shaw, Wild 
& Colquitt, 2003). Sample size, which is proportional to the inverse of sampling 
variance of effect size (Hedges & Olkin，1985), was used as the weight in the 
regression analysis. Targeting a parsimonious model of the relationship between job 
insecurity and its consequences, potential moderators were entered using a stepwise 
procedure (e.g., Jaffee & Hyde, 2000; Lou, Abrami & Spence, 2000). 
Age and organizational tenure were used as the proxy of career stage (see e.g., 
Gould, 1979; Gould & Hawkins, 1978; Mount, 1984; Rush, Peacock, & Milkovich, 
1980). Note that we regressed job-related consequences of job insecurity on 
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organizational tenure, which is a job-related indicator of career stage. And we 
regressed health-related consequences of job insecurity on age, which is a 
demographic indicator of career stage. As discussed in the Introduction, we expect 
that this distinction could yield meaningful results. In addition, we could avoid the 
potential problem of multicollinearity between age and organizational tenure in the 
analysis 4. In the subsequent analysis, the corrected effect sizes of the relationship 
between job insecurity and the job-related consequences (i.e., job satisfaction, 
organizational commitment and turnover intention) were regressed on type of sector, 
mean organizational tenure and gender composition. On the other hand, the 
corrected effect sizes of the relationship between job insecurity and the 
health-related consequences (i.e., psychological health and physical health) were 
regressed on type or sector, mean age and gender composition. 
In addition to WLS regression analysis, we also referred to the results of Hunter 
and Schmidt's (1990) subgroup analysis as a reference for the identification of 
moderators (see also Viswesvaran & Sanchez, 1998; Whitener, 1990). According to 
Hunter and Schmidt, the main criterion for the identification of moderators is 
whether the corrected effect sizes of subgroups differ substantially. Another criterion 
are whether the average true standard deviation of subgroups is smaller than the 
standard deviation when the subgroups are collapsed together, and whether the 
4 Tabachnick and Fidell (2001) suggested omitting one of the closely related 
variables (r = .70) in data analysis. In fact, our results revealed that organizational 
tenure was closely related to age. The correlation coefficient for the relationship 
between mean organizational tenure and mean age was .75 {p < .001). Some 
empirical studies also showed that the correlation coefficient was around .70 (e.g., 
Chang, 2002; Hui & Lee, 2000) 
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confidence intervals of subgroups do not overlap or only overlap slightly (e.g., 
Cohen & Gattiker, 1994; Jenkins, Mitra, Gupta & Shaw, 1998; Lee, Carswell & 
Allen, 2000). 
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CHAPTER 3. RESULTS 
The estimated true correlations, the confidence intervals, the percentages of 
variance accounted for by artifacts and the credibility intervals are summarized in 
Table 1. Results showed that job insecurity was negatively related to job satisfaction 
and organizational commitment, and was positively related to turnover intention. 
The estimated true correlations (p) for these relationships were -.42，-.41 and .30’ 
respectively. In addition, job insecurity was negatively related to psychological 
health and physical health. The estimated true correlations for these relationships 
were -.21 and -.22, respectively. That the confidence intervals of these relationships 
excluded zero suggests that all these associations were significantly different from 
zero. The amount of variance of all the five relationships accounted for by artifacts 
was less than 75%. Furthermore, the credibility intervals of these relationships were 
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Moderating Effects of the Relationship between Job Insecurity and Its Consequences 
Type of sector. The results of WLS regression were in line with the results of 
subgroup analysis (Tables 2 & 3). Type of sector moderated the relationship between 
job insecurity and organizational commitment. As shown in Table 2, type of sector 
significantly explained 23% of variance of this relationship, F (1, 24) = 6.96, p < .05. 
The relationship was stronger in private sectors than in public sectors {fi = .47, p < 
.05). Subgroup analysis also shows a substantial difference in the estimated true 
correlation of this relationship between public sectors (p = -.26) and private sectors (p 
=-.48; see Table 3). Type of sector did not moderate the relationships between job 
insecurity and the other criterion variables. 
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Table 2 
WLS Regression Analysis Using Moderators to Predict the Relationship between Job 
Insecurity and Its Consequences 
Criterion Variable Predictor B P R 
JS -- -- -- --
OC Type of Sector .27 * .47 * .23 * 
Organizational Tenure - .02* -.58 * ^ 
PsyH A ^ -.02 ** -.63 ** . 4 0 * * ^ 
PhyH A ^ ^ ^ ^ ^ ^ 
Note: Stepwise selection was used; B is the unstandardized regression coefficient; P is 
the standardized regression coefficient; * p < .05; ** p < .01. 
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Table 4 
Subgroup Analysis of the Moderating Effects on the Relationship between Job 
Insecurity and Its Consequences (By Organizational T e n u r e ) 
Criterion Type of N k r SE p SDp 
Variable Sector 
~JS Public ^ 9 ^ ^ ^ ^ ^ 0 . 2 2 
Private 11588 34 -0.28 0.02 -0.37 0.14 
~OC Public ^ 10 ^ ^ ^ ^ ^ 0 . 1 4 
Private 15113 35 -0.38 0.01 -0.48 0.13 
Public 6 ^ ^ O ^ 0.00 
Private 8840 21 0.23 0.02 0.30 0.11 
PsyH Public 6 ^ ^ ^ 0 . 0 7 
Private 9216 26 -0.25 0.01 -0.31 0.06 
PhyH Public ^ 7 ^ ^ ^ ^ ^ 0.10 
Private 5745 15 -0.18 0.01 -0.25 0.05 
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Organizational tenure. As shown in Tables 2 and 4, the results of WLS 
regression were consistent with the results of subgroup analysis. Organizational 
tenure moderated the relationship between job insecurity and turnover intention. 
Results showed that organizational tenure significantly accounted for 33% variance of 
this relationship, F (1，11) = 5.53,/?< .05 (Table 2). The relationship was stronger 
among the employees with shorter tenure than those with longer tenure {fi = -.58, p < 
.05). Subgroup analysis also shows a large difference in the estimated true correlation 
of this relationship between employees with shorter tenure (p = .37) and employees 
with longer tenure (p = .27; see Table 4). Organizational tenure did not moderate the 
relationships between job insecurity and job satisfaction, and job insecurity and 
organizational commitment. 
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Table 4 
Subgroup Analysis of the Moderating Effects on the Relationship between Job 
Insecurity and Its Consequences (By Organizational Tenure) 
Criterion Tenure N k r SE p SDp 
Variable 
JS Shorter 4540 10 -0.25 0.04 -0.32 0.14 
Longer 6457 19 -0.30 0.04 -0.38 0.22 
~0C Shorter 4106 13 ^ ^ ^ 0 . 1 6 
Longer 9143 22 -0.30 0.03 -0.39 0.19 
TI Shorter 2606 7 0.28 0.03 0.37 0.07 
Longer 6963 14 0.20 0.03 0.27 0.12 
Note: Shorter: Mean organizational tenure of the sample < 9; Longer: >= 9 
5 According to previous operationalizations of time frames of organizational tenure 
(e.g., Gould & Hawkins, 1978; Mount, 1984), an employee who has stayed in an 
organization for 9 years or more is considered as being in a late career stage. 
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Age. Both results of WLS regression and subgroup analysis reveal that age 
moderated the relationships between job insecurity and psychological health, and job 
security and physical health (Tables 2 & 5). As shown in Table 2, age significantly 
accounted for 40% variance of the relationship between job insecurity and 
psychological health, F (1，18) = 11.97,/? < .01 (Table 2). The relationship was 
stronger among older employees than younger employees (jS = -.63, p < .01). 
Subgroup analysis also reveals a substantial difference in the estimated true 
correlation of this relationship between younger employees (p = -.15) and older 
employees (p = -.27; see Table 5). 
Age significantly explained 33% variance of the relationship between job 
insecurity and physical health, F ( l , 13) = 6.46, p < .05 (Table 2). Similar to the results 
of the relationship between job insecurity and psychological health, the relationship 
between job insecurity and physical health was stronger among older employees than 
younger employees (fi = -.58, p < .05). Subgroup analysis also reveals a large 
difference in the estimated true correlation of this relationship between younger 
employees (p = -.10) and older employees (p = -.20; see Table 5). 
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Table 4 
Subgroup Analysis of the Moderating Effects on the Relationship between Job 
Insecurity and Its Consequences (By Organizational Tenure) 
Criterion Age N k r SE p SDp 
Variable 
PsyH Younger 18463 16 -0.12 0.01 -0.15 0.06 
Older 18326 20 -0.22 0.02 -0.27 0.08 
PhyH Younger 17859 12 -0.08 0.01 -0.10 0.04 
Older 16070 14 -0.16 0.02 -0.20 0.08 
Note: Younger: Mean age of the sample < 40; Older: >= 40 
6 According to previous operationalizations of time frames of age (e.g., Gould, 1979; 
Rush, et al., 1980)，an employee who is at 40 or older than 40 is considered as being 
in a late career stage. 
Job Insecurity 26 
Gender. WLS regression analysis shows that gender did not moderate the effects 
of job insecurity on its job-related and health-related correlates. Subgroup analysis 
reveals similar results (Table 6). Note that, according to the findings in Table 6, large 
differences in the estimated true correlation between subgroups (i.e., males vs. 
females) of the relationships between job insecurity and organizational commitment 
(p = -.35 vs. p = -.70)，and job insecurity and turnover intention (p = .48 vs. p = .30), 
were found. However, these results, as well as that of the relationship between job 
insecurity and physical health (p = -.17 vs. p = -.12), were probably unreliable and 
subject to second-order sampling error because the number of study of each subgroup 
was very small for these three relationships (for the relationship with organizational 
commitment, k = 3 for males and k =1 for females; for the relationship with turnover 
intention, k = 3 for males and k =2 for females; for the relationship with physical 
health, k = 3 for males and k =2 for females) \ 
7 After all, as mentioned before, we primarily referred to the results of WLS 
regression, which has advantages over subgroup analysis for the identification of 
moderators. 
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Table 4 
Subgroup Analysis of the Moderating Effects on the Relationship between Job 
Insecurity and Its Consequences (By Organizational Tenure) 
Criterion Gender N k r SE p SDp 
Variable 
JS Male 827 4 -0.36 0.07 -0.45 0.12 
Female 683 5 -0.30 0.06 -0.40 0.17 
~0C ^ 3 ^ ^ ~ ^ 0 . 3 0 
Female 187 1 -0.58 0.05 -0.70 0.00 
~TI M ^ ^ 3 ^ ^ ^ 0.03 
Female 391 2 0.27 0.13 0.30 0.19 
PsyH M ^ 9 ^ ^ ^ ~ ^ ^ 0 . 0 5 
Female 4083 7 -0.15 0.03 -0.18 0.06 
PhyH ^ 3 ^ ^ a m ^ ^ 0 . 0 0 
Female 3217 2 -0.10 0.02 -0.12 0.00 
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CHAPTER 4. DISCUSSION 
The present meta-analytic study reveals a significant relationship between job 
insecurity and its consequences. In line with the job adaptation theory (Hulin, 1991) 
and psychological contract theory (Rousseau, 1989; 1995), our results show that job 
insecurity is negatively related to job satisfaction, organizational commitment, 
psychological health and physical health, and is positively related to turnover 
intention. The corrected effect sizes of the main effects in this study are comparable 
to those reported by Sverke et al. (2002). In addition, our results show that type of 
sector, organizational tenure and age moderate the relationship between job 
insecurity and its consequences. 
The Moderating Effect of Type of Sector 
Research has shown that type of sector moderates the relationship between pay 
satisfaction and organizational commitment (Cohen & Gattiker, 1994) and the 
relationship between pay satisfaction and job involvement (Brown, 1996). These 
relationships are more profound among employees in private sectors than those in 
public sectors. It is because private sectors are typically market-orientated 
organizations. Employees in private sectors are thus more sensitive to the 
contingency between performance and reward (see Brown, 1996). 
Extending this line of research to the context of job insecurity, our results show 
that job insecurity has a more severe negative impact on the organizational 
commitment of employees in private sectors than those in public sectors. While 
some researchers argue that employees in public sectors may expect more job 
Job Insecurity 29 
security (e.g.，Boyne, Jenkins & Poole, 1999), our results suggest that employees in 
private sectors seem to expect more from their employers (see also Brown, 1996). 
According to the psychological contract theory (Rousseau, 1989; 1995), employees 
will withdraw from their jobs when their employers do not fulfill their expectations. 
In this light, employees in private sectors are more likely to react strongly to job 
insecurity, which may be perceived as an inequity between effort and reward. 
The Moderating Effect of Organizational Tenure 
According to Greenhalgh and Rosenblatt's (1984) framework of job insecurity, 
work orientation, a variable of individual differences, is another moderator of 
relationship between job insecurity and its consequences. These authors argued that 
individuals who value their jobs will react strongly to job insecurity. However, this 
speculation is not supported by our findings. 
In fact, our results reveal that the positive relationship between job insecurity 
and turnover intention is more profound among employees with shorter 
organizational tenure than those with longer tenure. According to the job adaptation 
theory (Hulin, 1991), employees will attempt to engage in behaviors which are most 
effective to alleviate stressful job situations. Turnover seems to be a good choice for 
employees with shorter tenure to escape from job insecurity because these 
employees have smaller psychological investment in the employing organizations 
(see Cohen, 1991; Omstein, Cron & Slocum, 1989). We further suggest that, 
because these employees, who are likely to be younger, may find themselves as 
more likely to leave the stressor (i.e., job insecurity), they should thus suffer less 
from health problems. On the contrary, as discussed in the Introduction, employees 
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with longer tenure, who value their jobs more, will avoid engaging in work 
withdrawal behavior because such behavior may increase the likelihood of job loss 
(Probst, 2000). 
The Moderating Effect of Age 
Greenhalgh and Rosenblatt (1984) identified an individual's dependence on the 
current job as one of the moderators of the effects of job insecurity. They argued that 
job insecurity is particularly stressful to individuals who have low occupational 
mobility and are highly dependent on their jobs. This argument is supported by our 
findings, which reveal that age, an individual's demographic characteristic reflecting 
one's occupational mobility (Kuhnert & Vance, 1992), moderates the effects of job 
insecurity. 
The negative effects of job insecurity on psychological health and physical 
health are more severe among older employees than younger employees. A possible 
reason is that older employees are less likely to perceive themselves as being able to 
find comparable jobs in other organizations (Kuhnert & Vance, 1992). This is in line 
with Sverke et al.'s (2002) findings that job insecurity are more detrimental to 
manual workers, who generally have lower levels of education and skills, and have a 
lower level of occupational mobility. Note that the moderating effect of age is also 
consistent with that of organizational tenure mentioned above. Younger employees 
typically have shorter organizational tenure. When experiencing job insecurity, these 
employees, who have higher perceived occupational mobility and lower 
psychological investment in the organizations, are more likely to leave the 
organizations, which are the source of stress. 
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The Moderating Effect of Gender 
Our results do not show any gender difference in the effects of job insecurity. 
One possible reason is that more and more females are committed to their jobs 
(Bradley, 1997) and the difference in work orientation between males and females is 
becoming small (Hakim, 1996). Another possible reason is that the job opportunity 
of females has been creeping up slowly towards that of males (see Bradley, 1997). 
That is, the occupational mobility of females may have become comparable to that 
of males. Taken together, job insecurity seems to be equally dissatisfying and 
stressful to males and females. 
Applied Implications 
Job insecurity brings about negative impact on employees' work attitudes and 
well-being. It is important for organizations to take measures to reduce these 
negative consequences. As suggested by other researchers, employers should 
communicate about their obligations and promise clearly, frankly and openly with 
their interviewees, new hires and current employees (Sims, 1994). It is also essential 
for employers to monitor their employees' current perception of organizational 
obligations and guide the employees to perceive how well the organization is 
fulfilling these obligations (Robinson & Morrison, 2000). This practice can help 
employees develop realistic psychological contract and reasonable expectation on 
job security. Hence, the negative impact of job insecurity on employees, especially 
those in private sectors and are thus more sensitive to the contingency between 
performance and reward, may be reduced. 
Consistent with Greenhalgh and Rosenblatt's (1984) discussion on job 
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insecurity and Lind and Tyler's (1988) discussion on procedural justice, research has 
shown that sense of control can buffer the negative impact of job insecurity. For 
instance, Barling and Kelloway (1996) found that perception of workplace control 
(the perceived ability to control events in the workplace) moderated the effect of job 
insecurity on physical health. Similarly, employees were more satisfied with their 
jobs and reported better well-being when they were kept informed over the course of 
downsizing and could get involved in the process in which managerial decisions 
were made (Parker, Chmiel & Wall, 1997). In this light, organizations, especially 
those undergoing changes, are suggested to provide fair treatment to their employees, 
e.g., allowing the employees to get involved in the managerial decision process. This 
is especially true to the employees with shorter organizational tenure, who generally 
have lower status and thus less workplace control within the organizations (see 
Hellgren, 1997). 
Counseling service is beneficial to job-insecure employees, especially those 
who are older and tend to suffer more psychological and physical problems. Stress 
interventions like relaxation, meditation techniques and physical exercise are helpful 
to these employees (Holm & Hovland, 1999). Furthermore, counselors can also help 
job-insecure employees assess their own personality, interest, skills and personal 
goals. This assessment is essential for individuals to clarify their occupational 
mobility and re-think their career paths. Social support from organization is also 
necessary to job-insecure employees. Consistent with Greenhalgh and Rosenblatt's 
(1984) discussion on job insecurity, research has shown that work-based support 
moderates the relationship between job insecurity and its consequences (see Lim, 
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1996). 
Limitations and Future Research Directions 
In this study, we meta-analyzed bivariate correlational data. Correlational 
studies can only reveal association but not direction of causality. The claim we have 
made on the “causal relationship" between job insecurity and its job- related 
correlates (i.e., job satisfaction, organizational commitment and turnover intention) 
and health- related correlates (i.e., psychological health and physical health) is solely 
based on past discussion and research on job insecurity, in which job insecurity is 
considered as a stressor (e.g., Ashford et al., 1989; Probst, 2002; Roskies, et al., 
1993). More longitudinal research is called for investigating the role of job 
insecurity on its job-related correlates and health-related correlates (e.g., Hellgren, 
Sverke & Isaksson, 1999; Mohr, 2000; Probst & Bmbaker, 2001; Probst, 2002). 
The scope of this study is limited to the consequences of job insecurity. Future 
meta-analysis of job insecurity may focus on the antecedents of job insecurity, for 
instance, organizational change and role ambiguity (Ashford, et al., 1989; Probst, 
2002). It is important to examine if the development of job insecurity is different 
across different types of employees. For instance, blue-collar workers may perceive 
a higher degree of job insecurity than professional and managers because the former 
generally have lower education and skill levels, and a lower degree of control over 
decision-making within the organizations (see Sverke et al., 2002). 
We have shown that type of sector, organizational tenure and age moderate the 
relationship between job insecurity and its consequences. Researchers may 
investigate whether the moderating effect of type of sector is mediated by the 
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sensitivity to the contingency between performance and job security (reward). A 
possible finding is that the negative relationship between job insecurity and 
organizational commitment is stronger among employees with a higher sensitivity to 
the contingency between performance and job security. With this sensitivity 
controlled for, the moderating effect of type of sector may become negligible. 
In addition, future research may investigate if the moderating effect of 
organizational tenure on the association between job insecurity and turnover 
intention is mediated by organizational commitment and job involvement. That is, 
the positive association between job insecurity and turnover intention may be more 
profound among employees with lower degrees of organizational commitment and 
job involvement. And the moderating effect of organizational tenure may become 
negligible after organizational commitment and job involvement have been 
controlled for. 
Vance and Kuhnert (1988) found that under threat of job loss, employees with 
lower levels of occupational mobility reported worse well-being than those with 
higher levels of mobility. In this light, further studies may also examine if 
occupational mobility mediates the moderating effect of age on the impact of job 
insecurity on well-being. For instance, perceived occupational mobility may predict 
the negative association between job insecurity and well-being that the association is 
more negative among employees with lower occupational mobility. The moderating 
effect of age may become negligible after occupational mobility is held constant. 
Concluding Remarks 
The perception of job insecurity is pervasive. While job insecurity is generally 
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detrimental to employees' work attitudes and well-being, its impact is more adverse 
among some kinds of employees. We suggest that more research be conducted to 
examine the conditions in which the negative effects of job insecurity are more 
severe than others. Organizations should also pay particular attention to employees 
who tend to react more strongly to job insecurity than others. Otherwise, both 
employees and organizations will suffer. 
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